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Abstract The reforms conducted in the field of education are directed towards the changing manner of school
management. The change is expressed in the transition from external supervision of schoolwork to the
empowerment of school’s staff, with a change of the principal's and teacher's roles. It requires accountability from
school’s principles and staff inproviding results of teaching and effective functioning of the school. The goal of this
paper is to review research literature in order to determine the most effective leadership model in the new conditions
of school management. In order to attain this goal, a consistent review of literature was performed on the following
subjects: leadership evolution; transformational and transactional leadership styles; the links between a leadership
style and organizational variables; the relationship between value systems and leadership styles of school’s
principles. Approaches, methods, models, and means are analyzed during the examination of leadership evolution.
Many studies reveal that leadership behavior is an important predictor of its effectiveness. A comparative
examination of transformational and transactional leadership styles gives evidence for preference of transformational
style relative to its influence on organizational variables. The literary review indicates that transformational
leadership essentially improves the functioning of school and teaching processes. The effect of a value system on
leadership styles of school principals is examined. As a result, it is determined that principals with a moral value
system lean more towards a transformational leadership style and principals with a pragmatic value system lean
more towards a transactional leadership style. Thereby, the review shows that effective leadership can be provided as
a result of searching for correlations between the value systems and leadership styles.
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1. Introduction
In the 1980's, experiments around the world were
started in order to implement reforms in the field of
education. These reforms focused on the change in the
organizational structure of schools and the manner in
which they were managed. The change was expressed in
the passage from external supervision of schoolwork to
the empowerment of school's staff, with a change in the
definition of the principal's and teacher's roles, and more
responsibility taken by the school’s staff for its functions
and results. This was accompanied by a demand for
accountability for an examination of school’s functioning
and quality and an increase in the efficiency of its
functioning.
The change grants authority to a school principal.
According to the new leadership role, on the one hand, he
should promote an organizational culture characterized by
standards and transparency and, on the other hand, he
should solve a huge quantity of various daily problems
[2,51,83]. As a result, a question arises concerning the
ability of the school principals to lead school in the
complex modern reality.

The need to evaluate a school principal as an
educational leader who should lead the educational system
successfully in coping with the many challenges it faces
engenders questions. Are there differences in value
systems of school principals? What is the appropriate
leadership style that would result in more efficient
functioning of schools in the present reality? Is there a
theoretical and research correlation between a values
system of a school principal and his (her) leadership style?
[1].
The goal of this paper is to review research literature in
order to determine the most productive value system and
leadership style, an influence of the principal's value
system on his (her) leadership style, and correlation
between moral and pragmatic value systems, between
transformational and transactional leadership styles.

2. Leadership Styles and Value Systems of
School Principals
2.1. Leadership Evolution
Professional literature on leadership is rich in
hypotheses and definitions. Most hypotheses and studies
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on leadership have engaged in the leader's personal
background, character traits, perceptions, typical
behaviors and actions.
From the 1950's, studies on leadership have focused
mainly on the individual's personality and character traits
[118]. According to the "Great Man Theory", which
formed a basis for the trait approach, a leader is someone
endowed with extraordinary traits with which he
influences the team. At first, research attempted to identify
unique traits characterizing a leader, with no reference to
the interactions between him and the rest of the team and
the society to which he belongs However, after it became
clear that the findings were contradictory and the
explanations of the trait approach were not sufficient [126].
Consequently, research turned to an examination of the
specific behaviors of leaders. The behavioral approach
focused on the examination of a leader's behaviors,
because they were always explained against the
background of a given situation. This research approach
was better known as the situational approach [97].
Leadership research from 1950 to 1960 focused on
development of the situational approach with an emphasis
on the most efficient leadership style [119]. Within the
framework of the situational approach, models describing
different leadership styles and their influence on various
situations are produced. For many years, research focused
on the development and examination of models describing
different leadership styles and their influence on various
situations. Thus, a specific leadership style would be
effective under certain conditions and lose its
effectiveness when the conditions change. Thompson
deducted from this that when attempting to increase the
effectiveness of any particular leader, he shouldn't learn to
adapt his style to the situation, but rather construct the
situation that corresponds to his style [121].
From the end of the 1970's to the mid-1980's, the
emphasis moved over to the correlations between leaders
and followers (Bolden et al., 2003), with an analysis of
situational variables [42,61]. According to Fielder (1972),
the appointment of leaders should be undertaken in
accordance with the type of mission granted them, and the
development of leaders by creating the most convenient
conditions for them, in contrast to House's path-goal
theory [61], which claims that a leader's behavior is
directed to the manner in which organizational goals are
set and attained. The role of a leader is as mediator
between organizational goals and individual needs, and
therefore, his behavior (style) should correspond to the
situational variables, so that the required organizational
output will be attained [121].
At the end of the 1980's, approaches on leadership
concentrated on the integration of variables to explain the
effectiveness of leaders with reference to their followers in
addition to their effect on the structure, culture and
performance measures of the organization itself [11].
Approaches are combined to create a new genre of
hypothesis that stresses symbolic behavior, vision and
morals [121]. Like, servant leadership which awakens
from the desire to serve more than to lead, and stresses the
obligation of the leader to serve his followers.
Transformational
and
transactional
leadership
decentralized leadership according to which the leader
promotes additional leaders [5,17].

A review of knowledge on leadership accumulated to
the beginning of the 1990's reveals an extensive range of
models and hypotheses that have attempted to explain
leadership, including its styles, the detection and
development of leaders and more.
In the 1990's, researchers developed and perfected the
idea that leadership can be ranked according to the degree
of effectiveness and activeness of its effect. Bass &
Avolio [8] presented the full range model, according to
which a leader expresses different styles of leadership in
his behavior in sequence, beginning with non-leadership,
through to transactional leadership and up to
transformational leadership. According to the model, it is
inherent in the abilities of leaders to sweep their
subordinates into demonstrating efforts and performance
that exceed their personal feasibility, with the
transformational leadership style.
In the 21st century, the character traits and behaviors of
leaders continued to be studied. Many studies revealed
that leader behaviors are important predictors of
leadership effectiveness [66]. For example: Collins'
Leadership model Step 5 [26]; models of servant
leadership; autonomous leadership [28]; educational
pedagogic leadership [50].

2.2. Leadership Styles
The question of a leader's effectiveness has become a
central issue in organizational research. Recent studies
have attempted to develop an integrative leadership model
combining leader characteristics (gender, intelligence,
personality, etc.) and his behaviors (transformativerewarding, consideration, etc.). The integrative model may
serve as a predictor of leadership efficiency, which would
assist organizations in improving their choice of leader
and developing effective work methods. Therefore,
identification and study of a leader's prevalent personal
style is an important, central element in the development
of leadership. In addition, it is important to distinguish
between leadership style and behavior, where style refers
to something that characterizes a specific person
throughout different situations, and this is what many
researchers in the 21st century espouse and try to prove.
Organizational leadership is usually expressed in the
effect on people's motivation to perform tasks over time,
while maximizing the means of motivation and with
minimal use of coercive measures [69]. Leadership style is
the manner in which the leader undertakes the process of
convincing and recruiting people for specific objectives
and retaining them throughout all of the tasks until the
objectives are attained [12].
There are many ways to describe leadership styles, and
the variety increases with every book or paper published
on leadership. Lewin, Lippit, & White's study [78] served
researchers as a basis on which to lean and continue in
their own research. This study examined the effect of three
leadership styles: autocratic, democratic, or laissez-faire.
The study revealed that an autocratic style was an
advantage in attaining a high level of performance shortterm, but was accompanied by negative feelings. The
democratic style was advantageous in team members'
feelings, although their performance levels were lower
[77]. This discussion continued from study to study,
accompanied by additional hypotheses – from one-
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dimensional, in Lewin, Lippit & White's study [78], to
two-dimensional in the Ohio contingent's study, which
proposed the possibility of combining two styles.
Hersey & Blanchard [55] added a conditional variable
to these dimensions – maturity – in their Cycle of Life
model, where any style will be effective in reference to the
team's level of maturity. This model does not recommend
the most effective style, but rather deems the effectiveness
of the leadership style conditional upon both the team's
level of maturity and development and a definition of the
situational variables affecting the leadership style.
Reddin's model is also constructed on situationdependent hypotheses, and he does not attempt to identify
the most effective leadership style but rather the
effectiveness and ineffectiveness of each and every style
[101]. This model is considered to be a most sophisticated,
complex mapping of leadership styles, producing an
image of a leader directed towards human relations – a
man for all seasons – which suggests transformational
leadership [25].
Classification is dependent upon two typical behaviors
or styles of leaders: a leadership style that emphasizes the
duties of the team, and a style that emphasizes
consideration of the team members and concern for their
needs [91]. This division has guided many researchers up
to now, with suggestions for other classifications of
leadership styles, such as leadership that generates
feelings, from an emotional perspective of the leaderfollower bond [98].
A leadership style is determined by the leader's
approach in the active process. Since the leader's main
role is to bring about the execution of tasks by other
people, he must focus on his followers' productivity while
maintaining good relations with them [49]. According to a
managerial grid approach of Blake & Mouton (1964), the
ideal leader is the one with the highest score from both a
task-oriented aspect and a human relations aspect.
Researchers Clark & Pratt [24] have identified four
managerial styles that match everyone to different
organizational stages. This approach links the manager's
managerial style to an organizational situation and status
in his life cycle [77]. A similar but more complex
situational approach that stresses the importance of
matching a managerial style to the organization's place in
the life cycle has been developed by Adizes [3]. Two
conclusions can be drawn from Adizes's descriptions: first
– the establishment of one, dominant leadership style will
claim its price in the loss or reduction of existing energies
when other styles exist; second – there is a need for one
leading style in the different stages of an organization's
life [98].
The measure of practical efficiency of any leadership
style can be assessed by its implications on the followers,
such as: making extra efforts, efficiency and satisfaction,
feelings of frustration and optimism [8]. Together with its
effect on different dimensions within the organization,
such as the control dimension, it suggests that in order to
be efficient in making decisions on required actions,
leaders must develop an awareness and sensitivity to
changing situations and organizational constraints.
Leadership styles in the educational organization are no
different from leadership styles in other organizations. In
addition, they include aspects of task-orientation and
orientation towards people. As a school principal is the
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leader of a team, his leadership style has great impact. The
school principal's leadership style is one of the crucial
factors in team success, due to its effect on satisfaction,
commitment, motivation, quality and level of teacher
performance, as well as its indirect effect on student
achievements [44].
Leadership style affects the ability of the school to cope
with changes occurring around it and on its level of
effectiveness [111], teacher satisfaction both directly and
indirectly through their perceptions of their role [15], the
nature of thought and types of coping and teachers'
feelings regarding the extent of autonomy they feel in
their work. A study among 160 teachers in Israeli schools
[6] revealed that the principal's support of the teacher and
participation in decision-making and in determining
school policy contributed to a sense of more freedom and
initiative in their work.
In light of the above review, it was found that a
leadership style expressing attention to employee needs,
appreciation, warm human relations, empathy, learning,
freedom of action, empowerment, delegation of authority,
participation and involvement in decision-making, power
and influence, open relations, teamwork, open
communication and information, interesting and
challenging work, interest in and satisfaction from work
promotes employee satisfaction, commitment and
motivation. At the same time, a task-oriented leadership
style stressing the importance of achievement and
excellent performance, welfare, yield, maintaining
objectives, rewards for achievements, performance
evaluation, efficiency, quality and quantity of performance
are essential for the success of the team and the
organization [77]. Leadership style is considered to be a
component contributing significantly to the organization's
success, particularly when human assets and resources are
considered to be the main factor in the organization's
success and prosperity [13].

2.3. Transformational and Transactional
Leadership Styles
Both the needs of the organization and of the individual
affect a leadership style. With some managers, the
tendency to supply organizational needs increases, and
with others, their first priority is concern for their
followers' needs. Current professional literature on
leadership engages in two levels of influence existing
between a leader and his followers. One influence stems
from the understanding that the leader creates the concept
of cost/benefit. This influence appears in literature under
the title of "transactional leadership". The second
influence of leaders is termed "generating feelings", which
increases leaders' awareness to what is important and
appropriate for employees and provides significance to
what they do. This type of leadership appears in
professional literature under the title of "transformational
leadership", which focuses on the process by which
leaders can affect performance and achievement [9,98].
Bass[11] defined transactional leadership in broader
terms than Burns[18], such as "reward-dependent
behavior", including clarification on the work required
obtaining a reward and the use of dependent rewards and
incentives to affect motivation. Another element called
"active management-by-exception" includes a follow-up
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on followers and corrective actions to ensure that the work
is being performed effectively. A third element, known as
"passive management-by-exception" was added by Bass &
Avolio [10] and includes usage of dependent punishments
and other corrective actions, in a response to clear
exceptions from accepted standards and performance.
Burns [18] described transformational leadership as a
process in which "leaders and followers make each other
advance to a higher level of morality and motivation".
These leaders try to raise the awareness of their followers
by turning to higher ideals and moral values like freedom,
justice, equality, peace, humanitarianism, and not to lower
feelings like fear, greed, envy or hatred. In terms of
Maslow's Hierarchy of Needs, transformational leaders
activate higher needs in their followers. Followers are
raised from their "daily selves" to their "better selves", in
contrast to transactional leaders with an orientation of
exchange, who reward their supporters on attaining the
objectives set in advance.
Bass [11] added to Burns' more preliminary ideas. A
leader shapes and motivates his followers by increasing
their awareness of the importance of task results, by
convincing followers to rise above their own personal
interests for the sake of the organization or team and
activating their higher needs.
Transformational leaders can attain these conditions
through one or more of the following manners: they tend
to be charismatic to their followers, thus inspiring them;
they inspire an intellectual awakening and consideration
of the individual, where intellectual awakening is a
process in which leaders increase the awareness of their
followers to problems and influence their followers to see
problems from a new perspective; inspiration is defined as
the extent to which a leader passes on a vision in a
captivating manner, using symbols to focus followers'
efforts and illustrate inferior leadership [9].
Transformational leadership is expressed in the
behaviors of the followers that bring leaders to a higher
level of awareness of the importance of their mission and
increase their level of motivation, maturity and aspirations,
as well as their reference to the need for achievement,
self-realization, social welfare, the success of the
organization and concern for its social environment [9].
Transformational leadership creates a change in
expectations and aspirations of the followers themselves.
Despite this, transactional leadership is expressed in
behaviors like: focus on followers' immediate needs,
setting clear objectives and granting rewards for
performance, placing sanctions on inappropriate behavior
[98].
Transformational leadership creates a significant
change in the lives of people and organizations. It
reshapes concepts and values, changes employee
aspirations and expectations and changes organizational
culture. It is not based on concrete exchange relationships,
but rather on the leader's personality and character traits
and on his ability to generate change through inspiration
of a vision and significant objectives [77]. Based on
Hebert's research findings [54], one can conclude that
leaders can better develop efficient leadership talents by
being more aware of their strong and weak points in
emotional intelligence, together with an improvement in
their behavior as transformational leaders [54].

Bass [9] and Sergiovanni [111] consider transactional
leadership to be an important, central element in the
preservation of organizations, in filling an agenda and
putting things into action. It does not necessarily cause
improvement, in contrast to transformational leadership
which grants an incentive to try to improve one's
performance. A transformational leader translates each
daily action, each activity into the meanings one can gain
from them in realizing the future picture: "proactive
thinking", in contrast to a transactional leader, who does
not link his daily activities to the objective for which all
the effort is invested; he simply manages the day-to-day as
a routine that must be maintained, and handles problems
with the perception of a disruption in routine.
Let's take, for example, typical situations of success and
failure: In situations of success, the transactional leader
will award money, a letter of appreciation, etc.; the
transformational leader will also grant a reward (and it
may be identical to the transactional leader's award);
however, the transformational leader will take advantage
of this opportunity of granting an award for success to
raise the bar towards future performance. He'll say to his
followers: "You have succeeded; you have shown that you
are capable of doing well, and the next time we'll make it
worth more, better…". Thus, the success has become part
of the transformational effect. In the case of failure, a
transformational leader will also use punishments;
however, because he is proactive and transformational, he
will also make relevant use of this punishment for the
future; for example, he will never give a punishment that
might hinder his followers' belief in their self-efficacies,
and he will take advantage of the failure to teach a lesson,
thus promoting working towards maintaining the future
picture, which is, as mentioned, the compass that guides
his daily activities [98]
According to many researchers, transformational
leadership engages in the creating of a shared interest that
unites leaders and followers [9]. This is the mission of the
transformational leader. In contrast to the transactional
leader who uses conditional reinforcement with his
subordinates, the transformational leader inspires,
intellectually stimulates and considers each subordinate.
Transformational leadership requires high moral/ethical
development [9].

2.4. The Links between Leadership Style and
Organizational Variables
Many studies have engaged in the links between
leadership style and organizational variables which have
implications on employee performance and efficiency.
Today, the starting point of most studies is that
transformational leadership of an organization has a more
positive effect on the level of organizational performance
than transactional leadership. In a study measuring the
direction of influence [70], it was found that an
employee's satisfaction influences an organization's
performance and output, and not the opposite.
An analysis was recently conducted to review the last
25 years of discussion on transformational leadership and
performance. The meta-analytic study revealed a positive
correlation between transformational leadership and
followers' performance on an individual level in reference
to various criteria. In addition, a positive correlation was
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found between transformational leadership and team and
organization performance [122]. Transformational
leadership has been found to be more closely linked to
leader efficiency and employee satisfaction than
transactional leadership [35].
Other research has studied the influence of a
transformational leadership styleon the effectiveness and
innovation of organizations and has found that a
transformational leadership style has a more positive
influence on organizational performance than does
transactional leadership (Lowe et al., 1996). A similar
finding was discovered in another study, where a project
manager with a transformational leadership style was
found to positively influence the project's actual
performance and to awaken emotional intelligence, which
contributes to actual performance. There is a single
positive correlation between transformational leadership
and the concept of leaders as having integrity. The
presence of integrity may improve organizational
efficiency.
Transformational leaders have the potential to influence
their employees' perceptions by involving them in the
construction of an organizational culture and encouraging
communication among employees [13]. Transformational
leadership is found to be positively and significantly
correlated with a constructive culture of an organization
and adds a considerable percentage of variance in
explaining the parameter of a constructive culture. In
contrast, transactional leadership is found to be positively
and significantly correlated with a defensive culture of an
organization and adds considerable variance in the
prediction of a defensive culture [38].
Ling et al. [80] found that a leader with a
transformational leadership style fills an important role in
the promotion of initiatives and shapes the characters of
his senior management from the aspect of behavioral
integration (quality and integrity of decision-making),
decentralization of responsibility, the tendency to take
risks, long-term compensation. There have been many
recent empirical studies examining the implications of
transformational leadership on different organizational
variables like individual perceptions of transformational
leadership, etc.
The team-level climate of transformational leadership is
positively correlated with an individual's adaptation to his
position [21]. Desire of employees for empowerment is
positively correlated with an improvement in
implementation of transformational leadership [47]. In the
link between transactional and transformational leadership
styles and individual results (i.e. the concepts of justice
and trust in leaders), it was found that transformational
leadership is significantly correlated with procedural
justice and trust in leaders despite the partial correlation
with transactional leadership. Statistically, this result
confirms that transformational leadership is an important
predictor of procedural justice and trust in leaders [65].
Family businessmen with transformative leadership styles
positively influence commitment among their employees,
including their commitment to stay [45].
Whether the organization is business or commercial,
military or private (like a school), the organizational
leader provides a significant contribution to its success, as
reflected in the success of its employees and their
motivation to attain organizational vision and attain its
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objectives, particularly under today's conditions of reality,
where the speed and intensity of change cannot even be
predicted. In this environment, a leader's style is crucial
and may assist him in coping with changes.

2.5. School Leadership
The characteristics mentioned above for transactional
and transformational leadership regarding organizations
are also dominant in schools. School principals are
considered to be the central educating figure constituting
the leadership meant to lead the educational system into
the 21st century, so it can cope with the challenges it faces,
working within a system that has undergone many
changes. These principals may be characterized as leaders
with a transformational or transactional leadership style,
and this style can affect the principal's behavior within the
school in relation to assessment as well.
Transformational leadership has shown to be
appropriate to a complex and dynamic work environment
with many intellectual challenges facing the educational
manager and team [71]. Researchers claim that
transformational leadership succeeds in coping with
educational challenges in a changing environment and
contributes to the school's success in implementing
innovations. The influence of these leaders is expressed in
the school's culture and vision as well as in planning,
structure and organization [22,72].
Popper [98] define transactional leadership of school
principles vs. transformational leadership and state that
"Transactional leadership is leadership in which
relationships with teachers are based upon an exchange
for some valued resource. To the teacher, interaction
between administrators and teachers is usually episodic,
short-lived and limited to the exchange transaction.
Transformational leadership is more potent and complex
and occurs when one or more teachers engage with others
in such a way that administrators and teachers raise one
another to higher levels of commitment and dedication,
motivation and morality. Through the transforming
process, the motives of the leader and follower merge."
Many studies reveal empirical evidence supporting
transformational leadership, as in Leithwood's study [71],
which reported on seven quantitative studies and came to
the conclusion that transformational leadership,
considered to be a complex model, had a direct and
indirect effect on the progress of initiatives in renewed
school structures and on teacher expectations of student
achievements.
Transformational leadership provides school leadership
with a normative approach that makes progress
particularly in the process by which leaders can influence
school achievements, and not only regarding results. Bass
[9]claims that transformational leadership serves today as
a convincing model for educational leaders. Davies [33]
found that leaders are more effective when they are
actively transforming, presenting and marking different
cultural factors in school life; this is part of the creation of
the meaning and experience of the school story.
A clear conclusion from the findings and descriptions
of many of the studies mentioned above is that
transformational leadership may be more effective than
transactional leadership in both organizations and
educational institutions, when considering the leadership
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required in the 21st century. With its turbulent
environment characterized today by constant change,
leaders find themselves filling central positions, and both
large and small organizations are seeking a special leader
who is not only considered to be a strategic leader but also
a transformative leader, who, in this fast world, can assist
in making organizations competitive [23].
Su-Tan study [120] reveals that transformative
leadership has been found to be the most appropriate
leadership style for leading academic institutions.
Educational leaders need not lead their organization based
on give-and-take relationships, but rather on the leader's
personality, character traits, ability to bring about change
by being a leader's role model, as well as always
committing to a shared vision and objectives. One of the
conclusions in his article is that the heads of educational
institutions must have more transformational and less
transactional leadership style to be able to remain efficient
in filling their leadership obligations [120].
Therefore, it is reasonable to assume that a school will
require its principal to act as a transformational
educational leader in order to cope with the challenges of
the dynamic, changing environment in which the school
functions. In view of this dynamic, changing reality, the
rising competition and technological changes that increase
the need among organizations for leadership that can unite
and rally forces to attain organizational objectives without
need for use of any types of rewards, by awakening
autonomic motivation, loyalty and commitment.
More than a few studies have confirmed the positive
influence of transformational leadership on school
parameters. A study undertaken by Eyal & Roth [39]
revealed that transformational leadership positively
influences teachers' motivation and welfare, awakening
their autonomous motivation. In addition, it is negatively
linked with burnout, despite transactional leadership
awakening controlled motivation among teachers and
being positively linked with burnout [39].
A conclusion that can be drawn from the above is that
organizational leaders in general and school principals in
particular have the power to considerably influence
processes and results, and, through them, to affect the
overall behavior and performance of their followers.
Leadership is a dynamic process of motivating people to
perform tasks over time. The studies reviewed above have
proven that transformational leadership has positive
implications on these behaviors and performances in
comparison to transactional leadership, and therefore,
leadership is perceived to be one of the central roles of a
school principal. The term "leadership" expresses the
vision, the mission, the values and inspiration; the term
"management" refers to the implementation of the
resources. The educational leader is actively involved in
the development of the educational system and the
supervision of its undertakings. In research literature, one
can distinguish between a manager's role as one who is
concerned with maintaining the functioning of the school
as an organization and the characteristics of a manager as
a leader who is capable of ensuring the effective
functioning and excellence of the organization. Effective
functioning is expressed in the design of the teaching such
that student achievements will improve and there will be
satisfaction among the teaching staff and student
population.

As seen in the above review, a school principal is a
central educational figure in schools and his leadership
style may affect educational practice. Within this
framework, he is required to lead the school and teachers
to attain objectives and work to promote efficient teaching
processes in the school, where the principal's leadership
style is considered today to be one of the most important
and influential variables in his functioning at school.

2.6. The Relationship between Value Systems
and Leadership Styles of School Principals
An individual's value system is defined as an enduring
organization of beliefs and rules that assist an individual
in selecting alternatives, resolving conflicts and making
decisions [103]. Rokeach states that a value is a
conceptual matter that transcends specific situations;
someone who advocates a certain value means he fully
believes that a certain mode of conduct is preferable, both
personally and socially, over other modes of conduct.
Consistent with Rokeach's definition is claim of Sikula
[113] that an individual's value system is the element that
determines his hierarchy of preferences, his perception of
the world, his behavior and the manner in which he selects
his information.
People differ from each other in the importance they
attribute to different values. This different attribution is a
person's hierarchy of values, reflecting his personality and
guiding his perceptions, evaluations and choices of
behavior [108]. Studies have found that in different
cultures there is group agreement regarding priority of
different values; however, there are interpersonal
differences regarding priority of values [67,109].
A value system can be sorted by orientation: a
pragmatic value system – such as achievement, obedience,
ambition, aggression, competition, etc., and a moral value
system – tolerance, contact with others and relationships,
equality, friendliness, family and personal security, etc.
[46,103]. The distinction between being pragmatically
value-oriented and morally value-oriented is found to be
valid in research among business managers [37] among
school principals [46].
Research studying the links between values and
behavior has found that values influence behaviors in
situations where one is aware of one's values (Sagiv &
Schwartz, 1995). Studies have shown that values influence
both hypothetical behavior (Feather, 1995) and the choice
of realistic behaviors [108].
The value system and leadership style of organizational
managers have been linked in various studies. Professional
literature reveals a correlation between a person's value
system and behaviors. Literary reviews indicate potential
links between a manager's value system and behavior in
different areas of management. A clear correlation
between managers' value systems and their behavior,
functioning and the manner in which they make decisions
was revealed in a study conducted among organizational
managers in Jordan [52]. It is reasonable to assume that
this is also the case for school principal's leadership styles.
It is reasonable to assume that a school principal's value
system affects his leadership style. Thus, as he is
responsible for leading his teachers in a wise and
productive manner, he should have specific skills like the
ability to work in full cooperation with his staff, to assist
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teachers in learning to accurately evaluate and use results
in a productive manner, to use information to improve the
study program and teachers' instruction, to communicate
effectively with all members of the school community
[117].
These necessary capabilities overlap the characteristics
of a leader with a transformative leadership style as
defined in professional literature. The characteristics are
leaders and followers raising each other to a higher level
of motivation and morale; great sensitivity to the needs of
his community; creativity, imagination and daring; the
ability to shape people's expectations and produce new
ones they didn't have at the beginning of their interaction
with him; teaching them to meditate, contemplate and
cope with abstract contents; handling his followers'
feelings and personal needs in an individual, nurturing
manner, and to serveas a wise and loyal advisor. His
followers will say, "he made me reassess the problem"; he
will present new and challenging ways to conceive of
reality, like turning a crisis into an opportunity, failure
into learning, successes into milestones; he will have the
ability to translate new ideas into concrete actions and
behaviors that tangibly express intentions and the way to
carry them out.
Studies and experimentation have shown that the role of
a school principal today is more complex, responsible, and
demanded than in the past. The areas of responsibility
imposed upon principals have intensified over time and
their workload has increased. Behind the great energies
and activities that characterize the work of a school
principal lie the values from which their vision is
constructed and from which their passion for their work
originates. These values nurture them and enable them to
continue their tasks, serve as compasses for advancement
and grant meaning to their daily activities [115].
A study conducted in Canada among approximately
100 elementary school principals revealed that values fill
an important role in the decision-making process among
school principals and affect their daily behavior [4].In four
schools in different districts in Canada [88], it was found
that the values of school principals affect their behaviors
and the manner in which they make decisions. The four
principals preferred moral values, and their behaviors
were characterized more as transformational behaviors.
A study conducted by Day, Harris & Hadfield[34]
among 12 schools in England and Wales illustrates the
values adopted by many school principals. The study
focused on principals defined as being effective both
according to criteria of the Office of Standards in
Education (Ofsted) and their reputation among their
colleagues. Researchers interviewed teachers, parents,
students and members of the school management
committee, as well as the principals themselves. They
state that good leaders act according to clear personal and
educational perceptions and pass them on. These
perceptions reflect their moral intentions regarding the
school.
The link between a value system and leadership style in
the educational system has been studied in two researches
in Israel. One was conducted by Gaziel [46]. In a random
sampling of 80 first-degree students in education
management at Ben Gurion, Bar-Ilan and Tel Aviv
Universities, participants filled out a leadership style
questionnaire developed by the researcher. The students
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responded to Rokeach’s value questionnaire [103]to study
the orientation of their values. Gaziel detected a
correlation between students' value systems and their
preferred leadership style. Those with a pragmatic value
orientation tended to prefer transactional management
behaviors. In contrast, those with a moral value orientation
preferred transformative management styles.
The second study was conducted among school
principals in the Arab education system in Israel [1,2].
The study stated that principals with pragmatic value
systems were perceived by their teaching staff to grant
rewards for improvements in performance and apply
sanctions for inappropriate behavior, focusing on short
term tasks and seeking shortcuts to attain objectives. In
other words, their leadership style was characterized by
transactional behaviors. Principals with moral value
systems were perceived to be principals who served
personal example, obtaining the best from each teacher,
relating to all subordinates as fundamentally good people,
nurturing the teachers, and encouraging them to be
creative and to introduce changes in the system. The study
also revealed a large spread in teachers' responses, which
indicates the differences in teachers' perceptions of their
principal's leadership style. A school principal's value
system may influence the school's objectives, the
processes occurring within it, its systems and directions of
action. The above studies clarify how important it is to
know and understand the factors that influence a school
principal's leadership style.
Professional literature indicates clear signs that a school
principal's value system enables him to have a
transformative leadership style that will contribute to the
improvement of school functioning, and in particular, to
more efficient teaching processes and more significant
study among students. It is reasonable to assume that
those with moral value systems who tend towards a
transformative leadership style, will succeed in
challenging their staffs, will lead organizational processes
that will result in empowerment of teachers and an
improvement in their performance, and will show interest
in the process and not just in the final result, performing
evaluation processes and accompanying the teachers.
Transformative leadership of a school principal is
expressed in the motivation of his staff to take an active
part in determining criteria for success and evaluation.
These criteria will serve in performance evaluation, in
discussions on study programs and on teaching strategies
and further interactions with teachers as individuals and
teams [48]. Thus, transformative leadership enables an
empowerment process for teachers. It brings good
organizational results, improves teachers’ behavior,
increases their dedication to work, and raises their
teaching levels [111]. The study shows that it is important
that principals as pedagogic leaders lead evaluation
processes, reflection, feedback and measure of all related
to teaching in schools [48]. To lead these processes in a
wise manner requires specific professional skills, the use
of the appropriate evaluation tools and transformative
leadership.
Three main characteristics distinguish between
transactional and transformative leadership. The first one
is extensive use by the transactional principal of
"conditional" rewards – leadership focusing on the
exchange of sources by granting tangible (monetary) or
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intangible support to employees for their efforts. The
second characteristic is management by exception, i.e. the
use of negative feedback, referring to corrective action as
required. The focus of this type of management is on
setting standards and on monitoring deviations from these
standards. The third characteristic is passive management:
the leader will only intervene if there are real problems.
These characteristics are a mechanical means of control,
used when the emphasis is placed first on optimal
production output [11], and can correspond in nature to
principals' value systems. According to this description, it
is reasonable to assume that principals with pragmatic
value systems will adopt transactional leadership styles
more than principals with moral value systems, who will
adopt a transformative leadership style.

principals, the study of their leadership styles, and the
search for potential correlations between the value
systems and leadership styles. This research may
contribute to the understanding of the difficulties
andobstacles faced by school principals in making
decisionson a more intelligent introduction and use of
effective organizational processes.
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